Resource Based View posits the use of internal resources for competitive advantage which is often evaluated using four questions on value, rarity, imitability and organisation, also known as the VRIO framework. We focus on the organisational resource of tacit knowledge -characterized by knowledge that is difficult to transfer. Knowledge transfer begins with the identification of knowledge stock. Using the Design Science Research Methodology, we develop and evaluate a skills assessment method to measure tacit knowledge stock of an organisation based on the Skills Framework of the Information Age (SFIA). The method is evaluated in an Australian bank during its digital innovation initiative. We found that knowledge transfer is most effective when the person or party that is transferring knowledge has prior understanding of the receivers' knowledge stock. This finding has significant implications to practice in the area of knowledge management.
Introduction
The Resource Based View (RBV) theory by Barney (1991) states that organisations must use their internal resources for their sustainable growth. Among several tangible and intangible resources used by an organisation, knowledge is a critical resource that promotes sustainable competitive advantage (Harrison et al. 2001) . Knowledge management is gaining prominence within the areas of strategic management and innovation (Rupietta and Backes-Gellner 2017) . During knowledge management, the concept of knowledge stock and knowledge transfer are often used to measure effective dissemination of knowledge in an organisation (Kyriakopoulos and De Ruyter 2004) . Generally, at an individual level, knowledge stock may refer to (a) information contained in the mind of a person i.e. tacit knowledge or (b) information which can be clearly documented i.e. explicit knowledge (Machlup 1979) .
Knowledge stock of a person is static in nature and remains under-utilised unless transferred to others effectively (Lai et al. 2016 ). Knowledge transfer is typically a spiral flow of knowledge through people, groups or firms (Nonaka 1994) . Knowledge transfer among employees within an organisation enhances a healthy knowledge management culture (Lam 2005) . Employees that continuously acquire new knowledge enable external knowledge acquisition that helps to effectively transfer knowledge within an organisation (Lopez-Saez et al. 2010) . Although knowledge transfer is a heavily researched topic, it is a challenge for many organisations to execute it in practice (Frank et al. 2015; Minbaeva et al. 2014) . Moreover, there is a general consensus that tacit knowledge is more difficult to transfer as compared to explicit knowledge because of the challenge in codifying tacit knowledge (Inkpen and Pien 2006) .
Research has suggested various factors that are responsible for the success of tacit knowledge transfer, viz. peoples' knowledge levels, interactions, and motivation for knowledge transfer, absorptive capacity and the existing knowledge stock (Gupta and Govindarajan 2000) . Knowledge stock can be represented by skills ingrained within an organisation's human resources. In our research, we refer to 'knowledge stock' of people in terms of their current digital skills. Digital skills are critical for all careers in today's ICT-empowered business ecosystem (Shrestha et al. 2017) . Likewise, the importance of correctly identifying peoples' current skills to enable knowledge transfer has been highlighted by various studies (Leonard-Barton 1995; Prince et al. 2015) . However, there are scant studies that investigate the measurement of peoples' skills as knowledge stock and its link to knowledge transfer. Consequently, this research attempts to answer the research question: How can peoples' skills be measured as tacit knowledge stock, and then subsequently enable knowledge transfer? This research question is divided into two sub questions for granularity, which are: RQ1: Can tacit knowledge stock be measured by skills of employees in an organisation?
RQ2: How does tacit knowledge stock enable knowledge transfer?
To answer the research question, we developed a skills assessment method that uses the Skills Framework for the Information Age (SFIA) to measure tacit knowledge stock of organisational staff. The VRIO framework by Barney (1991) is widely used to evaluate an organisation's resources in terms of its value, rarity, imitability and organisation. We evaluated the method by reviewing its reported tacit knowledge stock based on the VRIO framework. The organisational setting for the evaluation is a realworld digital innovation project in an Australian bank in 2018. Key stakeholders of the project were interviewed to investigate how the reported knowledge stock may enable knowledge transfer within the organisation.
The paper is organised as follows. First, a brief description of the relevant knowledge management and skills assessment principles is presented followed by an overview of the RBV theory and the VRIO Framework. The design principles for the development of the skills assessment method is presented using a conceptual model for this study. Based on the design principles, we explain our Design Science Research (DSR) project in terms of development and evaluation of the method to identify knowledge stock based on the digital skills of ICT professionals and to understand its impact on knowledge transfer. Finally, research findings are discussed and implications to research and practice are offered.
Literature Review

Knowledge as a Resource
The term 'knowledge' refers to a justified belief that expands the abilities of a person to perform their activities effectively (Huber 1991; Nonaka 1994) . According to Leonard and Sensiper (1998) , knowledge is relevant and actionable information which is partly based on the experience of a person. There are two types of knowledge in an organisation: tacit and explicit (Nonaka 1994; Polanyi 2009 ). Tacit knowledge refers to a composition of cognitive and technical elements where cognitive elements include views and thoughts of a person (Spender 1996) . On the other hand, the technical elements comprise skills and ideas about a specific area (Nonaka 1994) . According to Spender (1996) , tacit knowledge is the knowledge which is not explicated yet. For example, the skills and abilities needed to master a musical instrument cannot be fully expressed in words, hence it is a tacit knowledge. Likewise, explicit knowledge refers to the knowledge which can be expressed and transferred in symbolic forms or using simple language (Alavi and Leidner 2001) . An example of explicit knowledge is an owner's manual of a product that explains how to operate it, where the knowledge is presented in a codified form. Transferring tacit knowledge is more complicated as compared to explicit knowledge transfer (Dhanaraj et al. 2004) . It is because tacit knowledge is progressively increased via interactions and observations whereas explicit knowledge is relatively easy to learn and code (Doz et al. 2001 ).
Among various factors influencing knowledge transfer, a persons' tacit knowledge stock is an important one (García-Morales et al. 2008; Gupta and Govindarajan 2000) . The research conducted by Empson (2001) reported that people inhibit knowledge transfer when their level of knowledge do not match with others knowledge level with whom they are sharing. Huckaby and Christensen (2012) pointed out that there is a strong relationship between attitude and the intention of people to transfer their knowledge. Negative attitude towards transferring knowledge is caused by differences in the knowledge stock (Cohen and Levinthal 2000) . The research conducted by Fullwood et al. (2013) found that academic leadership, represented as superior knowledge stock, plays a vital role in transferring knowledge. A taxonomic analysis by Frank and Ribeiro (2014) identified four major factors influencing knowledge transfer including personnel, technology, work design and external environment sub-systems. According to this research, identifying technical and systematic knowledge stock of the team members was the most important factor that could influence knowledge transfer between the teams. Power and Cormican (2015) also mentioned that knowledge transfer is simpler when organisations are aware of the knowledge stock of their staff. Moreover, identification of knowledge stock of organisational staff before recruitment helps to select right staff for knowledge transfer within the organisation (Power and Cormican 2015) .
Extant literature on knowledge as a resource has confirmed the importance of knowledge stock identification to enable knowledge transfer. Nevertheless, there is a lack of research that investigates the "methods" to measure tacit knowledge within an organisation. A recent research demonstrated the lack of the use of IT in identifying tacit knowledge stock (Pant et al. 2018) . Potential methods to identify the knowledge stock of an employee are accessing past projects and profiles, analysis of existing documents produced by the employee and staff relationship analysis (Newk-Fon Hey Tow et al. 2012) . Assessing current staff skills is one of the most efficient and accurate methods to identify organisational knowledge stock (Bartram 2004; Shrestha et al. 2017) . We discuss skills assessment in more detail next.
Skills Assessment
Skills assessment is the process of determining the competency level of a person in terms of ability to perform relevant activities. Such assessment may use ICT tools and methods to obtain the overall profile of a person and their relevant capabilities (Patterson et al. 2001) . A competency based management (CBM) method allows organisations to assess the human capacities based on their current skills that are required to achieve organisational goals (Tripathi and Agrawal 2014) . Many attempts have been made to explain the skills assessment process to identify knowledge stock (Lawler III 1994; Tripathi and Agrawal 2014) . However, there appears to be limited attempt to propose ways of doing this, consequently there is a lack of empirical evidence to demonstrate skills assessment as an effective method of knowledge stock identification (Shrestha et al. 2017 ).
Skills assessments have several benefits both at the individual and organisational level because measurement of skills help individuals plan their careers and organisations can manage their collective knowledge stock for long term organisational benefits (Bartram 2004 ). However, the process of adopting skills assessments to measure knowledge stock at organisational level is largely untested in a research setting (Shrestha et al. 2017) . This research measures the skills possessed by staff of an organisation to identify their knowledge stock and then explore the extent to which it facilitates knowledge transfer. To address this requirement, the skills assessment method was developed using the Skills Framework for the Information Age (SFIA) to review digital skills within the ICT setting.
The SFIA, originally proposed in 2000, is a popular and well-established framework to identify digital skills and competencies for ICT professionals. Organisations and individuals from over 150 countries use this framework to map their skills set. A major activity in this framework involves open consultation and obtaining input from those who possess practical experiences in the management of skills in industries and educational institution. A standard report can be produced for the skills possessed by an individual in order to help them in their career aims (SFIA 2018; von Konsky et al. 2016) . A total of 97 skills are defined in SFIA in six categories, namely, Strategy and Architecture, Business Change, Solution Development and Implementation, Service Management, Procurement and Management Support and Client Interface (SFIA 2018). There are seven levels of increasing responsibilities for all the skills: follow, assist, apply, enable, ensue/advise, initiate/influence and set strategy. Each skill is described based on the responsibility level of autonomy, influence, complexity and business skills needed by the employees. This research proposes skills assessment as a critical method to measure tacit knowledge stock. Assessment as a method has been previously researched in the area of knowledge management to enable process improvements in IT Service Management . Knowledge is considered a significant resource for organisations and it is often studied from a resourcebased view using the VRIO framework. A brief overview of these terms follows next.
Resource Based View of the Firm (RBV) and VRIO Framework
RBV states that it is very important for an organisation to utilise its core competencies as it increases organisational productivity (Barney 1991) . Internal resources of an organisation are given the highest priority by RBV that promotes a resource-based model. According to the model, there are two types of resources: (1) tangible resources such as physical assets of an organisations, and (2) intangible resources, such as brand reputation, trademarks and intellectual properties (Wernerfelt 1984) . It also assumes that organisational resources are heterogeneous and immobile in nature. The term 'heterogeneous' means that an organisation's intellectual property varies from one organisation to another. The term 'immobile' means that those properties cannot move from one organisation to another without one's efforts in transferring them (Barney 1991) . Based on the 'knowledge as a resource' view, it is clear that the skills and knowledge of the organisational staff are critical factors for organisational growth (Tzabbar et al. 2008) .
VRIO is an abbreviation for a four-question framework about a resource to determine its worth in terms of Value, Rarity, Imitability, and Organisation. The VRIO Framework was developed by Barney (1991) which states that the resources must not only be valuable, rare, and costly to imitate to enhance organisational growth, but the organisation should also utilize the resources properly to take advantage of it. Based on the concept of dynamic capabilities, Eisenhardt and Martin (2000) argue that organisational strategy and processes are as important as the organisational resources, because they enable resources manipulation to enhance organisation's performance. The main focus of the empirical studies were on the direct connection between resources configurations and organisational performances, whereas there is limited attention towards effective utilization of resources (Armstrong and Shimizu 2007) .
Using the language from the VRIO framework, it can be concluded that research studies have limited focus on the interrelationship between a firm's organisation ('O') and its resources ('VRI') to explain its performance even though positive impact of effective utilization of firm's resources has been established (Cockburn et al. 2000) . Consequently, having knowledge resources that are valuable, rare and difficult to imitate are not enough for superior performance of the organisation. Methods to utilize knowledge resources that can be codified easily (i.e. explicit knowledge) are abundant in the information systems and knowledge management literature (Dayasindhu 2002) . However, knowledge resources that are hard to codify, such as tacit knowledge stock must also be utilized for knowledge transfer within an organisation. An organisation's knowledge stock can only be utilized optimally when it can be transferred because knowledge stock is static in nature and has limited value unless transferred (Lai et al. 2016) . RBV and VRIO framework offer design principles with a theoretical input to justify and explain this design science research project. Methodology is discussed in some detail next.
Design Science Research Methodology
A key objective of a Design science research (DSR) project is to generate and evaluate artefacts that focus on solving organisational issues (Hevner 2007) . This research developed and evaluated a skills assessment method to identify the knowledge stock of ICT professionals of an organisation. Consequently, this research is best suited as a DSR, with the method as the artefact proposed to resolve issues surrounding knowledge stock identification and its implications to knowledge transfer. The design principles, development, demonstration and evaluation of the artefact are presented next. RBV (Barney et al. (2001) suggests organisations must focus on managing their resources to enhance their growth. People are considered the most important resource because they possess intellectual capital (Edvinsson and Malone 1997) and knowledge (Grant 1996) to offer competitive advantages. The knowledge based theory by Grant (1996) states that organisations exist and grow only when there is better integration and application of the knowledge present within them. Using RBV as the kernel theory, we recognize skills as a key organisational resource to represent knowledge stock and propose our first design principle: tacit knowledge stock is an organisation resource measured by skills assessment.
Design Principles for the Artefact
Likewise, the VRIO framework (Barney 1991) demands that a firm's resource must be valuable, rare, difficult to imitate and well-organised by the firm to obtain maximum benefits. Considering that tacit knowledge is more difficult to transfer than explicit knowledge (Inkpen and Pien 2006) , we present our second and final design principle: knowledge transfer is enabled by tacit knowledge stock.
Based on the two design principles, a conceptual research model has been developed (Figure 1) to explain the rationale and process of artefact development and evaluation. Figure 1 is based on the three-phase DSR cycles by Hevner (2007) . The three phases in the cycle include: (i) Relevance Cycle, (ii) Design Cycle and (iii) Rigour Cycle. The three cycle DSR study has been applied previously in a research area of automating assessments in order to demonstrate relevance and rigour of research activities (Barafort et al. 2018) . Similarly, we apply Hevner (2007) methodology in this research. The 'Relevance cycle' for this research deals with the alignment of the organisation with its knowledge needs whereas the Design cycle deals with the development and evaluation of the artefact to provide a solution to the existing research problem in the area of knowledge management. The artefact is a skills assessment method to measure the knowledge stock of people in a case study organisation to explore its importance in knowledge transfer. In doing so, this research is fulfilling one of the knowledge needs of the case study organisation. Moreover, the 'Rigour cycle' in the model refers to the theory and framework used to support the research which includes the RBV and the VRIO Framework. The application of the theory and framework adds knowledge and provides rigour to the knowledge base of this research.
Artefact Development and Demonstration
ICT skills are one of the most powerful skills required by organisations both currently as well as in future (Colbert et al. 2016) . For our study, we developed a skills assessment method that measures the digital skills possessed by individuals and, in so doing, can help decision makers identify their collective knowledge stock to enable knowledge transfer. The method uses the SFIA framework because of its popularity and reliability (SFIA 2018). The method was developed with our Australian technology partner that provides world-leading cloud-based assessment services (Shrestha et al. 2017 
Artefact Evaluation
Case Selection and Participants
Our case study organisation is an Australian bank that was rolling out a digital innovation project as a strategic initiative championed by its CIO. Given the choice of SFIA, we selected this case study where research participants must possess superior levels of digital and IT skills. Staff experiences in using skills assessment method can provide insight into the role of the method to measure their individual knowledge stock. Similarly, we sought input through interviews of the senior managers of the digital innovation project to gain their perspectives on how the identified knowledge stock might enable knowledge transfer, as required for digital innovation activities during the project.
Data Collection
All the ICT staff at the case study were invited to participate in the study. There are seven ICT teams in the project: Strategy and Architecture, IT Administration, IT Service Delivery, IT Infrastructure & Security Services, Banking Payments & Ancillary Systems, IT Projects and Digital Banking Systems. There were 9 to 21 employees in each team. A total of 14 employees across all teams were intensively involved with the skills assessment exercise. We organized a one-hour workshop at the case study site to help the participants understand the SFIA framework and train them to use the method that was executed in April 2018.
We presented individual skills profile to the ICT staff and a collective snapshot of skills summary, as identified tacit knowledge stock, to the senior managers of the project. We obtained the perceived views of the participants on the effectiveness of skills assessment exercise to measure their knowledge stock. Further in-depth semi-structured interviews with senior managers provided an insight on how the identified knowledge stock could help in knowledge transfer within the context of digital innovation at the case study.
Result and Findings
Skills assessment is helpful assessing one's skills at both individual level and organisational level (Bartram 2004) . Firstly, research participants were interviewed about the effectiveness of skills assessment to identify their knowledge stock at an individual level. Majority of the employees (10 out of 14) found the method was very effective in identifying their knowledge stock at the individual level. Four employees thought that the method was useful for the managerial staff at the organisational level only. Table 1 provides the summary of the evaluation results of the effectiveness of the skills assessment method.
Level of skills assessment Selected key comments
Individual level
• planning career
• identifying skills gaps
• Getting an overall picture of the individual knowledge stock -"… I can identify the skills and knowledge stock which I lack or which I can pursue in future to progress my career." -"If you have a career goal and trying to plan a career, I think it will be very useful because it will help you identify the areas where you need to work on." "…provides me some directions to obtain a certain training or knowledge in my areas."
Organisational level
• useful to the managerial staff only
• getting an overall picture of the collective knowledge stock
• recruiting new employees based on the identified knowledge gaps -"… an overall picture of what the employees are skilled with. It is a great tool for the management." -"… useful for the management staff. I think it helps managerial staff to know where they are and what they want to do in future, based on the knowledge stock of their staff." "…assess the potential employees to determine what skills they have and what skills they can bring to the organisation." Secondly, the research participants were asked a series of questions to determine in what ways the representation of their knowledge stock can help in knowledge transfer. Three key themes emerged from our data analysis: person-organisation fit; sender's willingness; and prior understanding of receiver's knowledge stock. These themes are briefly discussed next.
Person-Organisation Fit
Person-organization fit was originally studied by Kristof (1996) . According to this theory, there must be compatibility between a person and an organisation to enhance the growth of both entities. It means that it is not enough to have an employee with excellent knowledge stock but they must have abilities to fit organisational demands. We found that effectiveness of knowledge transfer depends on the fit of the person in his or her job and roles within the organisation.
-"[knowledge transfer] can depend on what your role is in an organisation. For example, if you have a particular set of skills that require you to do your job that might not be the same skills set for another person…. knowledge stock identification alone cannot facilitate knowledge transfer."
Senders' Willingness
Past research have investigated sender's willingness in knowledge transfer (Héliot and Riley 2010; Wiewiora et al. 2013 ). This research supports previous studies and suggests that if the sender is not willing or interested to transfer knowledge, understanding knowledge stock in itself is not sufficient.
-"[knowledge transfer] depends on whether a person wants to share knowledge to expand into different roles in the organisation after identifying his/her knowledge stock."
Prior Understanding of Receiver's Knowledge Stock
Majority of research participants suggested if they want to transfer knowledge, they would like to know the knowledge stock of the person beforehand to whom they are sharing their knowledge. It appears to be a very practical suggestion but surprisingly we did not find much research in this area. Cummings and Teng (2003) states that the knowledge stock of the sender must be made accessible to the receiver to enable knowledge transfer between them whereases Gupta and Govindarajan (2000) mentioned that knowledge transfer is dependent on the knowing the value of sender's knowledge stock by the receiver which is similar. However, limited studies associate knowledge transfer effectiveness with receiver's knowledge stock.
-"… if I know what other people's knowledge areas are, then it certainly would help to go to the right person to obtain or give knowledge."
-"If the profiles of other team mates are shared with us, then certainly yes [enabling knowledge transfer] . That will help us to gain the knowledge from that person if we are going to some other specialized projects."
The results are further discussed in the next section.
Discussion
Our results complement research conducted by Bartram (2004) and suggest that skills assessment is a useful method to identify knowledge stock at individual as well as organisational level. However, our findings confirm that people typically find skills assessment is only useful for individual knowledge stock. For example, the skills assessment enabled case study participants to plan their career. Benefits to the case study organisation itself due to the recognition of collective knowledge stock were not appreciated. Wiklund and Shepherd (2003) argue that if the collective knowledge resource of a firm is utilized properly, it enhances firm's orientation and performance. Likewise, the research conducted by Nickerson and Zenger (2004) stated that managers must identify and utilize the overall knowledge stock of the firm because it helps in solving critical problems of the firm using limited time and resources. Although organisations benefit greatly by their collective knowledge stock, organisations are missing out on effectively disseminating them. Barney (1991) VRIO framework states that organisations can gain maximum benefits if its resources are valuable (V), rare(R), difficult to imitate (I) and properly utilized by the organisation (O). The fourth property of an organisational resource, i.e. ability to utilize the resources (O) is found to be most challenging (Chatzoglou et al. 2018) . Our results complement Power and Cormican (2015) 's argument that understanding knowledge stock of all employees in an organisation enables knowledge transfer. The empirical data from our research demonstrate the importance of knowledge stock to facilitate knowledge transfer. Following the VRIO framework, our research confirm when collective knowledge stock of an organisation is identified, this will facilitate knowledge transfer leading to superior performance, akin to research conducted by (Argote and Ingram 2000) .
We introduced three new themes that emerged while exploring the relationship between knowledge stock and knowledge transfer. Based on the theme of 'person-organisation fit', it is critical that knowledge stock is relevant to the person's job and current role in the organisation. Judge (1994) 's theory of work adjustment confirms that person-organisation fit positively impacts an employee's career success and supports organisation growth. Associating this theory with the VRIO framework, tacit knowledge stock can be considered valuable, rare and difficult to imitate (VRI) on its own, however it can only be organised (O) when we determine best fit for the organisation and its staff. Implications to practice include creating favourable working environment where employees are aware of their roles and responsibilities in the organisation to enable knowledge transfer.
Moreover, our findings support common understanding that during knowledge transfer, willingness of the person or party that transfers their knowledge, i.e. sender's willingness, is a very important factor. Past research confirms that without the motivation of the sender, there cannot be effective knowledge transfer in any organisation (Gupta and Govindarajan 2000; Héliot and Riley 2010; Wiewiora et al. 2013) . Our findings also support the fact that the sender must have vested interest in knowledge transfer.
Lin (2007) states that the use of ICT helps knowledge receiver to recognize the sender's knowledge stock. This research does not explore identifying the receiver's knowledge stock. Likewise, it has been proven that collective knowledge stock has a positive impact on knowledge transfer (Wang and Noe 2010) . Prior research suggests that based on ones' own knowledge stock, a sender perceives that the receiver will benefit from knowledge transfer without recognizing the receiver's knowledge stock. In these cases, knowledge transfer occurs due to the perceived beliefs of employees that their knowledge stock is useful to other people especially in a professional network. However, the sender is not aware of the receiver's knowledge stock in all these studies (Chiu et al. 2006; Siemsen et al. 2007; Wasko and Faraj 2005) . However, we found that prior understanding of receiver's knowledge stock could play a critical role in knowledge transfer.
Consequently, as an important implication to practice, we argue for recognizing the knowledge stock of the receiver before knowledge transfer is considered by the sender. A number of studies have proposed that knowledge transfer is relatively easier when knowledge stock is known (Lin 2007; Wang and Noe 2010) . However, this relationship has been explored based on self-awareness of knowledge stock of the sender but not from the perspective of the receiver. This is perhaps due to the assumption that it is not possible to recognise the knowledge stock of others. This assumption, however, does not hold true since our research has enabled identification of knowledge stock using a skills assessment method. At an individual level, such knowledge stock can be shared across key stakeholders for the purpose of effective knowledge transfer. Therefore, combined with the factor of sender's willingness, we believe that our argument: prior understanding of receiver's knowledge stock enables effective knowledge transfer, is justified.
Conclusion
Based on the RBV theory and VRIO framework, the objective for this paper was to understand how a skills assessment method can identify knowledge stock and how effective is such knowledge stock towards knowledge transfer in an organisation. Using Design Science Research Methodology, we developed the skills assessment method using the SFIA framework, and later evaluated it in an Australian bank. The method measured the knowledge stock of ICT employees of the organisation in terms of their digital skills. Evaluation of the method was based on semi-structured interviews to determine how knowledge stock could enable knowledge transfer.
We found that skills assessment is useful to measure knowledge stock, however such benefits are highly recognized at the individual level rather than for the entire organisation. This is a missed opportunity for effective use of knowledge stock towards knowledge transfer. Our research work also concluded that knowledge transfer is effective when there is some prior understanding of the receivers' knowledge stock. This finding is significant as prior research has not yet studied this factor, probably due to the assumption that others' knowledge stock may not be recognized. The use of the skills assessment method in this research has created an opportunity to identify knowledge stock, hence recognize receiver's knowledge stock for effective knowledge transfer.
We realise the need of further research to empirically test the relevance and strength of receiver's knowledge stock to enable knowledge transfer. There are other recognized limitations of this study. As the skills assessment method was evaluated in one case study only, issues of validity and reliability can be raised. Furthermore, this study investigates the knowledge stock of ICT staff only. More research should be conducted to assess broader skill set of employees and under different organisational settings. Nevertheless, we argue this research has presented a novel perspective of receiver's knowledge stock for effective knowledge transfer. This perspective can have significant implications to practice in knowledge management.
